The purpose of this study is to examine the impact of diversity training on the organizational commitment and also identify the role of job satisfaction in improving the relationship between diversity training and organizational commitment of the employees. For this purpose, the data gathered from (110) individuals operating in Classic Fashion Apparel Industry Company in Jordan have been analyzed, applying statistical techniques and methods. The analysis of the research data has revealed that the diversity training had a positive impact on the organizational commitment of employees. The research data has also indicated that the job satisfaction, as a Moderating Variable, had a meaningful role in improving the relationship between diversity training and organizational commitment.
Introduction
commitment is considered one of the most important human phenomena since the beginning of the creation since it was the focus of all religions; Quran, in many verses, focused on the content of commitment where God describes those who fulfilled the promises with honesty as is it in this verse: "…[those who] fulfill their promise when they promise; and [those who] are patient in adversity and hardship and during battle. Those are the ones who have been true, and it is those who are the righteous." (Al-Baqarah, p. 177). Our Arab and Islamic history presents various incidents showing the importance of commitment and the consequences of its weakness or loss. It can be said that one of the main reasons for the defeat of Muslims in Uhud battle is the weak commitment of some Muslims who were entrusted to protect the army in accordance with the instructions of the Prophet Muhammad (peace and blessings of Allah be upon him).
The attention towards the organizational commitment started, as (Al-Qasim, 2012) has stated, from the beginning of the second half of the twentieth century until the present. The importance of the organizational commitment comes from being a vital element in achieving the organizational objectives and enhancing creativity, reliability and trust between the management and its employees. The organizational commitment contributes to the development of the organization's abilities for sustainability and growth (Hanounah, 2006) . Due to the fact that having a committed workforce has become an urgent necessity for every organization operating in today's highly complicated environment and the fact that most organizations are spending a large amount of financial resources to get and maintain the committed workforce, it became imperative for organizations to work on identifying the most important factors which can affect the employees' organizational commitment; one of such factors is the job satisfaction. This means that organizations must work on taking all the necessary procedures enabling them to satisfy the needs of employees in a way that increases their job satisfaction level leading to more organizational commitment (Sohail, et al., 2011) .
Diversity training is one of the most important practices used by the human resources departments to reduce the negative impacts of the workforce diversity. Due to the fact that such type of training makes employees more effective and aware of issues related to diversity since it helps improve the interaction between the managers and employees, among employees themselves and between employees and customers, and due to the fact that such type of training makes employees own more skills that enable them to deal with different cultures and different performance Patterns (Sohail et al., 2012) .
Because the importance of the diversity training in increasing the employees' organizational commitment, especially at the companies that have a varied workforce, this study emerged to examine the impact of diversity training on organizational commitment of the employees, and the role of the job satisfaction in improving the impact of the diversity training on the organizational commitment of the employees. (Kalinoski, et. al, 2013) stated that the diversity training is one of the most important methods enabling the international companies to survive and achieving their goals; many of these companies have paid a part of their annual budget to spend on training in general, and the diversity training in particular. This type of training is no longer considered limited to expenses and costs but it is a huge investment in the human capital, an investment that will later be accomplished by achieving their organizational goals and increasing their competitiveness. It can be said that the diversity training is different from the rest of the kinds of training because it includes a kind of challenge for the employee's perspective towards the world around him, and addresses issues that can be described as emotional and personal. Since the employees' attitudes about diversity form before the implementation of this type of training, therefore, we find that the diversity training tends to focus on the emotional and cultural aspects. (Jackson, 2017) defined the diversity training as a set of methods used by the human resources management to train the employees to manage the differences among the members of the organization by identifying these differences and adapting them to the benefits of the organization. (Lindsey, et. al., 2015) mentioned that the diversity training represents the processes of the effective training for the local and expatriate employees to achieve the full perfection of the performance of the assigned duties. (Bezrukova & Jehn & Spell, 2012) stated that the diversity training is a set of programs designed to facilitate the positive interaction, reduce the discrimination and intolerance at the work groups, increase the level of the skills and knowledge of the employees, and increase their motivation to deal with the diversity of others.
Literature Reviews

Diversity Training
The companies need the diversity training for the following reasons (Mursi, 2010; Bezrukova, Jehn & Spell, 2012) :
The expatriate employees need training to deal with the culture of the host country.
-
The local employees at the multinational companies need training for the new cultural patterns, whether they were related to the company or coming from the mother country.
In general, the employees in the multinational companies need training for working in a multinational environment, which will lead to more diverse job values and attitudes, employees' aspirations, social experiences, and the elements of the culture that influences the organizational performance.
Both managers and employees at the multinational companies need training for some aspects of culture in the host country and the company, which are related to work such as: customs laws, labor laws, customs of media or languages, or the codes of conduct within the work environment.
Job Satisfaction
Some experiments and studies asserted that the success of many successful organizations is attributed to the presence of a developed management that cares about the interests and problems of employees and uses the latest techniques and methods to improve the employees' satisfaction and performance. It is well known that the success of any organization is measured by the qualification of the potential energy of employees to be embodied in high levels of giving (Zwiesh, 2104) . Therefore, writers and researchers work hard to understand the job satisfaction and the factors that influence it due to its great role in maintaining the employees of the organization, especially those who have creative skills and abilities that enable the organization to achieve the required competitive advantage. The job satisfaction expresses the viewpoints of employees regarding their job, which depends on many factors, some of which are related to the core of the job design (Intrinsic), and some are related to the external job environment (Extrinsic) (Abu Elnaga, 2012) . Foroughi et al. (2014) defined the job satisfaction as "an effective variable that results from the individual's assessment of his or her experiences or attitudes." Na_Ann and Pukkeeree (2013) also indicated that the job satisfaction is the attitude carried by individuals towards their job which created a perception about the level of achieving the job as well as the level of correlation between the individual and the organization in which he works.
individual's assessment of the extent of meeting his psychological needs by the job environment (Huwaihi, 2008) divided the satisfaction into:
1. The internal satisfaction, which is achieved through performing the job, sense of accomplishment and self-achievement, and the pleasure gained from performing the job.
2. External satisfaction, which refers to the satisfaction achieved through the support and rewards given to the individual by the organization or supervisor financially or psychologically.
3. General satisfaction, which includes both the internal and external satisfaction.
Importance of Job Satisfaction
The importance of the job satisfaction at organizations increased because of its role in increasing the ability of individuals to adapt to the job environment, increasing their willingness to innovate, increasing their level of ambition and development, raising the morale of employees and increasing their loyalty to the organization and making the individuals more alert during performing their job, which contributes in decreasing the work accidents they might face; furthermore, there is a strong relationship between the job satisfaction and the production at work; the higher the degree of satisfaction, the higher the production, and the more distinguished performance of the organization in achieving a distinct, competitive position in the market (Azion, 2007; Al-Dosari, 2010; Yousef, 2010; Mubarki, 2014; Zwiesh, 2014) .
Organizational Commitment
The organizational commitment is one of the topics that have received more attention in the recent decades due to its clear impact on the organization's effectiveness and its direct role in increasing the employees' loyalty to the organization and getting more cohesive and participatory work teams in knowledge, experience, which can achieving an outstanding performance (Leite, et al, 2014) . In addition, the organizational commitment enables organizations to avoid many economic, social and psychological costs at the individual and group levels. 1. Affective commitment, it expresses the emotional aspect stemming from the employee towards his organization, who is influenced by the employee's understanding of the distinctive characteristics of his work such as his natural relationship with supervisors and the acquired skills (Khair Al-Din and Al-Najjar, 2010).
2. Continuous commitment, This type of commitment reflects the employee's desire in insisting to work within the organization and his inability to sacrifice it (Al-Sirafi, 2005).
3. Normative commitment, This type expresses the moral and personal commitment shown by the employee by adhering to the values and goals of the organization; such feeling is strengthened by the good support of the organization for its employees, allowing them to participate and interact positively not only in the implementation of the job but also in contributing to the development of goals, planning and policy-making of the organization (Hassan, 2006) .
Statement of the Problem
If the human being is the engine of any human activity, the success of business organizations, as indicated by some studies, depends primarily on the attitudes and behavior of their human resource (Balfaqih, 2012) . Because the organizational commitment is considered one of the most significant organizational behavioral variables, it received the attention of many researchers and scholars in the management science. It is an intangible behavior stemming from the individual's self, which can be touched by his behavior represented in his loyalty and belonging to the organization in which he works and working hard on spending the time and effort required for success; the recent history asserted that the economic growth achieved by the developed countries, especially Germany and Japan, goes to a committed workforce that 90% of the success of the Japanese organizations is due to the organizational commitment (Flambain, 2008) .
Despite the importance of the organizational commitment in the organization's achievement of objectives, there are some factors which, if not taken into consideration, will negatively affect the employees' organizational commitment, most important of which is the job satisfaction. Chester Bernard, one of the first thinkers of management, in his theory of the balance between contribution and satisfaction, stated that the higher the returns the employee expected or received from his job, the higher the incentive towards work and the higher his job satisfaction. Accordingly, the organizational commitment increases since it is one of the behavioral outputs that result from the employee's job satisfaction (Al-Sawaf, 2008) . Among the factors that may have a negative impact on the organizational commitment may also be the issue of the workforce diversity, which has emerged largely as a result of the emergence of globalization and the multinational companies. Sohail et al. (2011) and Yap et al. (2010) indicated that the diversity workforce suffer more from the low level of the job satisfaction and the organizational commitment than the homogeneous working groups, which is attributed to the fact that the diversity among employees leads to an increase in the personal conflicts among them, expatriates and minorities usually have bad relations with their managers like not getting the promotion opportunities they deserve, or they are assigned in jobs that are unsuitable with their abilities and potential. Although some organizations have resorted to certain practices to eliminate the negative impact of the workforce diversity on both the job satisfaction and the organizational commitment of employees, most important of which is the so-called diversity training; however, this type of training, despite its wide expansion at various organizations, its effectiveness is still the subject of debate and uncertainty in terms of its ability to help organizations to benefit from the advantages of the workforce diversity and minimize the negative impacts that might be resulted from this diversity on the behavioral outcomes and performance of employees.
Study Objectives
The objectives of this study was to:
1. Determine the impact of the diversity training on the organizational commitment of the employees.
2. Determine the extent to which the job satisfaction play meaningful role in improving the impact of diversity training in the organizational commitment of the employees.
Study Hypotheses
The impact of the human resource management practices, especially the diversity training on the behavioral outcomes of employees, such as the job satisfaction and the organizational commitment, attracted many researchers such as (Gilliard, 2008; Yap, Holmes & Cukier, 2010; Sohail et al., 2011 King, et.al,2012 Balfaqih,2012; Law, 2012; Akinyi, 2014; Khalid & Khalid, 2015; Hassan & Mahmood, 2016) . Manjuri (2012) stated that many companies moved towards globalization and these companies, especially multinational ones, have become owning about half of the world's assets, which in turn increased the workforce diversity in such companies in terms of race, religion, gender and knowledge as well as increasing the proportion of employees under the age of thirty years, and those over the age of fifty-five years old. Despite the fact that the workforce diversity, as mentioned by (Zarzoor, 2015) , might lead to more creative capacity and organizational performance at the organizations; if such diversity was not managed through practices that help the organization create a common identity, this will lead that the employees feel inequality leading to a higher level of organizational conflict, which will negatively affect their behavioral outcomes, most important of which are the employees organizational commitment they would show towards their organizations.
organizations practicing ineffective diversity training (Sohail, et al., 2011) , which found out that there was a positive impact for the diversity training on the organizational commitment, job satisfaction, and creativity. However, all the previous studies being referred to did not try to examine the role of the job satisfaction as a moderator for the relationship between the diversity training and the organizational commitment. On this basis, followings are the main hypotheses in this study:
H01: There is no meaningful impact for the diversity training on the organizational commitment of the employees.
H02:
There is no meaningful role for the job satisfaction in improving the relationship between the diversity training and the organizational commitment of the employees.
Research Methodology
The present study is descriptive -surveying research and applied method. population studied in this research is all the employees in the three top managerial levels: high, middle and low at Classic Fashion Apparel Industry Company in Jordan. The total number of this population was (110) individuals. The tools for gathering data was a closed questionnaire (based on Likert's five-item range) and its reliability and validity were established before the distribution, the reliability of diversity training questionnaire was 0.93, the reliability of job satisfaction questionnaire was 0.77 and the reliability of job satisfaction questionnaire was 0.84.
In order to analyze the data collected in this study and test its hypotheses, a set of statistical methods included in the SPSS were used, such as: the means and the standard deviations to identify the approval degree of the respondents regarding the study variables and dimensions, The following gradation was the criterion adopted by the researchers to judge the mean for the answer of the respondents on the items of the questionnaire:
A -The mean between 1-2.33 reflects a low approval degree.
B-The mean between 2.34 -3.66 reflects a moderate approval degree.
C-The mean between 3.67-5 reflects a high approval degree.
The correlation matrix, the simple regression coefficient, and the multiple regression were used to test the validity of the hypotheses related to the impact of the independent variable on the dependent variable, and the role of the moderator variable in improving this impact.
Data Analysis
Means and standard deviations were extracted in this study to identify the level of practicing the diversity training in the Classic Fashion Apparel Industry Co, the level of the job satisfaction and the organizational commitment for the employees in this company by asking the examined individuals to answer the items related to the practicing of the diversity training, the level of job satisfaction and the organizational commitment found in the questionnaire (Appendix 1). The results of the analysis, as shown in Table 2 , showed that the mean for the approval of individuals at practicing of the diversity training in the company was (3.38) by a moderate approval degree and a standard deviation of (0.69). The mean for the approval of individuals at the job satisfaction of the employees was (3.13) by a moderate approval degree and a standard deviation of (0.60). As for the level of the organizational commitment for the employees, the mean was (3.49) by a moderate approval degree and the standard deviation was (0.66). We also estimate the correlation matrix for all the key variables used in this analysis. The correlation matrix presented in table 3 indicates a high degree of correlation among the variables considered in this study. Yet, the matrix indicates no issue for multicollinearity as all the correlation values are below 0.7. To examine the impact of the diversity training on the organizational commitment of the employees, the researchers used the single linear regression to test the validity of the first hypothesis the results of the regression test as shown in Table 4 indicated that there is a relationship between the diversity training and the organizational commitment of the employees which was 0.43. Through calculating the R 2 , the researchers found that the diversity training accounted for 19% of the variance in the organizational commitment. Due to the fact that the F value was 22.67 and its statistical significance was 0.000, this meant that the regression was significant at (α ≤ 0.01). Accordingly, we can state that there was a meaningful impact for the diversity training on the organizational commitment of the employees. Alsaad, Mohamad, and Ismail (2017; . As shown in Table 5 , the interaction term is positive and significant (β= 1.18, p-value ≤ 0.01), indicating that a high level of Job satisfaction would improve the relationship between Diversity training and Organizational commitment. We look further to the change in the adjusted R 2 as compared with the previous model (see Table 4 ) to estimate the magnitude of the explained variance by adding the interaction term to the model. As compared to the previous model, the adjusted R 2 increases from 0.19 to 0.41, indicating that the interaction term between Job satisfaction and Diversity training considerably improve the variance of Organizational commitment. Accordingly, we can conclude that job satisfaction significantly moderates the relationship between Diversity training and Organizational commitment which confirms H2. 
Discussion of the Results
The results of this study showed that the level of practicing the diversity training at the examined company was moderate, which means that the level of practicing was not at the level required for helping the company to take advantage of the diversity among its employees and direct this diversity towards increasing the creative abilities of its employees and increasing the employees' understanding of the others' culture, which reduces the likelihood of the conflicts, and raises the level of cooperation between them; the reason might be, as indicated in the individuals' answers to the items in the questionnaire, the lack of the managers' sufficient interest to this type of training and the lack of trainers who have the required skills and knowledge to implement this type of training programs. The current study also found that the level of the job satisfaction of the employees was moderate, which means that the feeling of the job satisfaction by the individuals in the examined company was not at the level required to increase the positive behaviors among employees, among which the organizational commitment is considered the most important. This might be attributed to, as it is evident in the answers of the respondents, the lack of the sufficient opportunity for employees to participate in the decision-making process regarding their jobs, lack of sense of justice required in terms of salaries and incentives compared to their efforts at the job, lack of feeling of equality in distributing the additional job tasks and providing the required appreciation by the management for their efforts. This was consistent with (Al-Qudah, 2010; Al-Shwabkeh & Al-Taani, 2013) which stated that the level of the employees' job satisfaction was moderate.
The results of the present study also concluded that the level of the organizational commitment of the employees was moderate indicating that the level of the organizational commitment did not reach the desired level; this might be due to the fact that the employees' job satisfaction in the company, as shown by the results was not at the required level. Furthermore, the company management was not interested sufficiently in applying the training programs enabling them to benefit from such diversity, cancel the cultural barriers leading to a common understanding among them, increase cooperation between them, share the knowledge that raises the level of their performance as work teams, and increase their organizational commitment. The result was consistent with (Al-Nassafi, 2016), which stated that the level of the organizational commitment of employees was moderate; however, it was inconsistent with (Hanounah, 2006; Al-Qudah, 2010; Al-Shwabkeh & Al-Taani, 2013) who stated that the level of the organizational commitment of the employees was high.
As for the impact of the diversity training on the organizational commitment, the current study showed that there was an impact for the diversity training on the organizational commitment; it was consistent with (Sohail et al, 2011; Yap, Holmes & Cukier, 2010; Hassan & Mahmood, 2016; Akinyi, 2014) , which showed that there was an impact for the practices of the human resources management, especially the diversity training on the organizational commitment of employees. The present study also concluded that the job satisfaction played a meaningful role in improving the impact of the diversity training on the organizational commitment of employees.
Conclusions
The current study achieved its objectives in examining the impact of the diversity training on the organizational commitment and the role of the job satisfaction in improving the impact of this type of training on the organizational commitment of the employees. The results indicated the following:
1. The level of practicing the diversity training at the Classic Fashion Apparel Industry Co was moderate.
2. The level of the job satisfaction and the organizational commitment of the employees who were subject to the study was moderate.
3. There is a meaningful impact for the training diversity on the organizational commitment of the employees.
4. There is a meaningful role for the job satisfaction in improving the relationship between the diversity training and the organizational commitment of the employees.
Recommendations
Based on the results of the current study, the followings are suggested 1. Increasing the attention and interests of the management at the company in the training programs related to the workforce diversity through selecting designers of diversity training programs with wide experience in workforce diversity, providing such programs with sufficient information on the values, customs and traditions of the Jordanian community, changing the content of the training material of the diversity training programs in light of the training needs of their employees, explaining the objectives and requirements of the training program for trainees, and following up the complaints submitted by trainees to the trainers on their diversity training programs.
2. The need to raise the level of the job satisfaction among the employees of the company by providing them with the opportunity to participate in making the decisions related to their job tasks, taking into account the principle of equal opportunity in the promotion process, and distribution of rewards and incentives fairly according to the performance of the individuals, reconsidering the salaries paid in a way that is commensurate with the living costs and with the individuals' qualifications, abilities, and skills, and improving the communication system within the company.
3. Working on developing the organizational commitment among the employees of the company through providing an organizational environment that allows for innovation and creativity which is characterized by respect and appreciation relations among the employees. Also, it recommends linking the concept of the organizational commitment with well-designed standards and practices that are integrated with the incentive system with the criteria of quality, efficiency and active performance of work tasks.
4. Strengthening the organizational commitment among the employees of the company through seminars and workshops whose focus is promoting the positive practices of the employees to serve the company's objectives and plans.
5. Conducting future studies on the variables studied at the companies in other sectors, such as the commercial or service sector, attempting to study the impact of diversity training on other behavioral outcomes like the employees' engagement, organizational citizenship behavior, turnover, conflict management, or teams' cohesion or attempting to take another moderator such as the leadership style, or the administrative empowerment.
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3. The Company's management determines the training needs related to the diversity training.
4.
When determining the employees' needs for the training diversity, the company's management takes into account the extent of employees' acceptance for this kind of training.
5.
The company's management gives importance to the issue of workforce diversity when formulating its vision and mission.
6. The company's management is keen to ensure diversity training within the plans of the training organization.
7.
The company's management is keen to show topics on workforce diversity on the company's website.
8.
The training programs in the company are designed in line with the company's strategy.
9. the content of the training material for the diversity training programs is putting in light of the needs of its employees.
10. when choosing those responsible for preparing the programs of diversity training, the availability of vast experience in the field of workforce diversity is taken into consideration.
11. when choosing those responsible for executing the programs of diversity training, the availability of the required skills is taken into consideration.
12. the objectives and requirements of the training program are explained to the trainees.
13.
Issues of cultural diversity are included within the training programs held by the company to its employees.
14. The diversity training programs held by the company are difficult since they discuss uncomfortable issues such as discrimination.
15.
The company provides training programs to grant non-Arab employees the language of the host country. 27. the company's management uses external evaluators to assess the ability of the diversity training programs to bring about the desired changes in the behavior of trainees.
28.
Thecompany's management observes the level of dealing with tolerance among its employees after they were subjected to diversity training programs.
29.
TheCompany's management observes the quality of communication and dialogue held among its employees after being subjected to diversity training programs.
Part III: This part reflects your evaluation of the level of your sense of job satisfaction, so tick () in the box where the category represents your viewpoint. 50. I feel that the process of transition from one company to another for work is unethical.
51. I want to stay at the company regardless of other alternative employment opportunities.
52.
My commitment to work at the company is because of the friendship that I have had with my colleagues.
53.
My presence in my current work is a good functional investment to me.
54.
The reason for staying at my job in the company is the good reputation enjoyed by it in the community.
55.
I owe the company because of the functional privileges granted to me.
56. I agree to be entrusted with any job in the company in exchange for staying there.
57.
My transition to work at another company will cost me the loss of many functional advantages.
58. I strongly care for the future of the company where I work.
59.
I look forward to get a tidy and functional outstanding in the company.
60. I'd be happy if I spend the rest of my life in the company where I work.
